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Full Research Paper

Understanding the Status of Reemployment of Elderly Talents in
Digital Society: Evidence from Aged Job Search Website in China
Junjie Zhou*, Guoxin Wang, Huiying Wei, Chengcheng Cai,
Xiaomin Zhan, Xinling Lao, Wenhao Wang
School of Business, Shantou University, Shantou, 515063, China
Abstract: Retirees reemployment has been an effective way to fight the severe aging population and shortage of talented
workers in many countries. However, the current situation of willingness and behaviors of reemployment for elderly talents,
and the enterprises’ hiring requirements for the elderly are still unclear. In order to address this question, a total of 1045 pieces
of occupational position and 70636 pieces of elderly talents’ information were collected from Retiree Talent Website by selfdesigned crawler. Based on prior studies and Holland’s person-environment fit theory, content analysis, data mining, and
statistical methods were used to explore the collected data.The results of descriptive analysis indicate that the reemployment
demand of the elderly cannot be satisfied in most areas, especially in coastal areas; the number of jobs in labor-intensive
industries and knowledge intensive industries is the largest, which is consistent with the industry that most elderly talents
expect to engage in; enterprises tend to provide realistic positions and enterprising positions in recruitment, which is also
consistent with the expectations of elderly talents. The results of exploratory analysis show that requirements of hard skills
and soft skills in enterprises’ recruitment are tightly associated with work experience; different types of industries and jobs
have different qualification requirements for the elderly. Based on the results of data analysis, this study provides insights into
the current supply and demand situation of elderly reemployment market in the digital society, and proposes corresponding
policy recommendations for relevant departments.
Keywords: Elderly talents, Reemployment, Aging population, Information and communication technologies(ICTs)

1.

INTRODUCTION
It is now nearly axiomatic that the severe aging population has led to considerablely various social and

economic issue[1]. In recent years, aged workforces and shortage of young workers caused by the aging population
are increasingly becoming a worldwide problem[2], especially in many less-developed countries. Generally,
effective labor supply is the foundation of further industrial upgrades, and the demographic dividend is an
important factor for many developing countries to sustain long-term rapid development[3]. However, the aging of
the population, especially the aging of the working population, has led to a decline in the proportion of the
workforce of the right age, which makes many less-developed countries lose their advantage in labor resources.
Meanwhile, entering a society with an aging population will inevitably be accompanied by a large number of
laborers with increasing age and weakening of their ability to innovate, adapt, and update knowledge, restricting
the development of emerging industries and the upgrade of industrial structure. In a word, the aging population
and shortage of talented workforces make the retirees reemployment on the agenda[4].
Online recruitment services are now rapidly changing the landscape of the hiring traditions on the job market
by providing an online platform to link both the job-seeker and employer[5]. To some extent, the emergence of
the online job search market has some positive effects on job seekers’ outcome in the labor market [6]. Because of
its convenience and less age discrimination in real workplaces, more and more older adults, especially those
Junjie Zhou*(Corresponding author), E-mail: jjzhou@stu.edu.cn; Guoxin Wang, E-mail: 18gxwang@stu.edu.cn ; Huiying
Wei, E-mail: 18hywei@stu.edu.cn ; Chengcheng Cai, E-mail: 18cccai@stu.edu.cn ; Xiaomin Zhan, E-mail:
18xmzhan@stu.edu.cn ; Xinling Lao, E-mail: 18xllao@stu.edu.cn ; Wenhao Wang, E-mail: 20whwang@stu.edu.cn .
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elderly talents, begin to search for jobs online after retirement. Prior studies found that retirees with lower
retirement age, longer education and better health are more likely to continue working after retirement[7].
Examples have also shown that most middle-aged and older employees are willing to adapt to the changing
employment and re-enter the job market[8]. Hence, an increasing number of older adults choose delayed retirement
or bridge employment, which means that they could fully utilize their accumulated experience, knowledge, skills
and social networks at work.
To identify the aging workers’ employment status and then effectively utilize these retirees talents resource
have become a crucial concern today[4]. As more and more senior citizens start using internet and other ICTs to go
shopping and communicating with their families and search for a job[9] [10] [11], online information has become an
important channel for researchers to explore the employment status of elderly talents. Hence, it is relatively easier
to reach elderly talents’ employment demand through their UGC in online platforms, like aged support forums,
job-seeking website, social media and other counterparts. Due to the current situation of willingness and behaviors
of reemployment for elderly talents, and the enterprises’ hiring requirements for the elderly are still unclear, we
propose the research questions as follows:
Q1: What are the current status of elderly job-seekers and enterprise recruiters in reemployment？
Q2:What are the main requirements and qualifications of enterprises when recruiting elderly talents?
To answer these questions, we designed a python program and crawled data from Retired talent website, one
of the most popular job search website for the elderly in China. Furthermore, data coding by four coders and
Statistical methods were then conducted to analyze the data available. In the end, we organize the rest of this paper
as follows: section 2 presents the literature review; section 3 describes the methodology, data source, and way of
coding. The data analysis section outlines the results of our main findings. The final section is the conclusion as
well as some contributions and limitations.
2.

LIERATURE REVIEW
The questions about elderly reemployment related to some fields of labour economy, human resource

management, and so on[12]. In this study, we focus on the reemployment of elderly workers and retirees in digital
society, then review two research streams of relevant studies. Specifically, we review some studies about elderly
reemployment and research relative to the theory of Holland’s RIASEC that we used to code the data later.
2.1 Elderly reemployment
Earlier in this study, we mentioned several semantically different words relative to older adults, like elderly
worker, older worker, aged workforce, retiree, and so on. As the main goal of this study is to figure out the situation
of demand and supply of retirees resource with expertise, we choose the word elderly talent, which is defined as
older workers with professional knowledge, high skill or other expertise as being age 55 or over according to
China labor policy. Then, we go over relevant studies that involve the possible factors underlaying the
phenomenon of reemployment; the antecedents that affect retirees’ willingness to re-enter job markets; and
potential outcome of the elderly used in digital society.
The aging of population is a worldwide issue. In China, the number of aged workers is increasing, with
people generally living in a higher standards of life and advanced healthcare system [13]. Due to the aging of
pupulation, many scholars have agreed that people can work longer [14]. Actually, most retirees are healthy,
energetic and have rich working experience and resources. Hence, it is unwise that older workers have to leave
their job position at mandatory age, which absolutely means gratuitous depletion of highly talented resources. In
order to sustain the economic developmen affected by the reduction of young labor force and fully utilize the
elderly human resource, many countries have introduced reemployment policies to bring back retired employees,
such as delayed retirement, bridge employment, pension benefits and so on [15] [16].
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However, older adults usually face more barriers when attaining a satisfactory job[17] . Many elderly face a
prolonged period in life in which they are relatively healthy and vigorous but lack a recognized role in the
economic and social life of society. For example, age discrimination in hiring usually makes it difficult for older
adults to re-enter the job market[18]. In addition to these discrimination and barriers that affect the reemployment
of the elderly, prior studies show that individual attributes, psychological factors, family factors and retirement
planning also affect the reemployment and retirement decision-making of the elderly[19]. Besides, from some
perspectives of macroeconomics and social psychology, economic situation, rates of job loss, national retirement
and social security policies will also affect the reemployment of elderly[7] [20].
With the popularization of ICTs, it is worth noting that an increasing number of older adults begin to adopt
and continue to use the internet in daily life[10]. Compared with being introduced by relatives or friends,
participating in social job fairs, registering with intermediary agencies, job advertisements, finding jobs based on
Internet platforms(e.g., elderly peer support groups, online job markets, virtual communities) is becoming more
and more popular for the elderly[17]. In terms of the favor occupational position that retired elderly people are
engaged in, prior studies also found that they are mainly engaged in factories , service industries, equipment
operators. In general, most elderly people are used to choosing a similar job as before when they are reemployed.
2.2 Holland’s person-environment fit theory of occupational choice
The theory of occupational choice, or another more famous title, the Holland’s RIASEC model, which is one
of the most popular professional career development theories [21][22]. According to Holland’s theory, personality is
a critical factor in determining an individual’s career choice [22]. In general, people gravitate towards work
environments that correspond to their occupational interests, and make vocational choices based on their
perceptions of the degree to which work environments fit their interests[22] [23]. Based on Holland’s viewpoints, he
classified the work types into six categories, including realistic, investigative, artistic, social, enterprising,
conventional(namely, RIASEC model).
Even though it has been decades since Hollands’ theory was put forward, it is still widely used in practice
today[24]. Holland’s theory of occupational choice focuses on the classification of occupations, and divides workers
into different types according to their personality and career selection tendency, which provides a basis for workers
to find their proper jobs, and makes it easier and more efficient for enterprises to recruit employees with different
personalities according to special positions in the recruitment. Over the years, existing studies have shown the
effects of Holland’s theory on job performance, leadership behavior, vocational interests and choices, job
attitudes[23] [24] [25]. Therefore, our subsequent content analysis and vocational classification are based on this
classic theory, so as to explore its adaptability and potential managerial implications generated by new jobs and
new work environment in the digital age.
2.3 Summary
According to previous studies, few researches aiming to identify the situation of reemployment of elderly in
China[4], not to mention exploring the retirees’ cognitive and behavioral under the context of digital society. In
addition, less attention is paid to the online information produced by the elderly, which directly reflect the demand
and supply side of enterprises and elderly workers in the job market. As a result, we plan to solve our questions
through objective data, which can overcome the limitation of questionnaire conducted normally by national
statistic department and some second-hand data widely used in most relevant studies.
3.

METHODOLOGY

3.1 Research methods
We employed a qualitative-quantitative mixed approach to solve the research questions above. Specially,
content analysis was first used to code the data; descriptive statistics were then adopted to analyse coded dataset
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for answering both question 1 and 2; association rule mining (ARM) and Chi-square test were finally used to
explore the data for answering question 2. More concretely, We encoded and classified the data according to the
abovementioned theories and used software like SPSS Modeler 18 to conduct data analysis and visualization. In
the end, we concluded our conclusions and carried out some implications for further research and managerial
practice.
3.2 Data collection and coding
3.2.1 Data collection
The data of our study were collected from Retiree Talent Website (http://www.ltxjob.com/), one of the most
popular job searching websites for elderly people in China. The website officially started to run on December 5,
2009, which is a service platform for retired talents to provide re-employment. Its purpose is to provide
employment information to all kinds of retired talents and enterprises publicly. Until now, the website has more
than 10,000 visitors per day, more than 10,000 recruitment units have actively registered on the website, and more
than 10,000 retired talents have registered and released their job search information [26].
We used a self-design program to crawl the recruitment data of enterprises and job-hunting data of retired
talents online. The recruitment information released by enterprises (including job title, industry, workplace,
responsibilities, qualification requirements, etc.) and the job-hunting information released by retired talents
(including expected position, self-evaluation, working experience, expected working place and industry, etc.) were
captured according to the regions. After cleaning the data available, we finally obtained 1045 pieces of enterprise
data and 70636 pieces of retired talents’ data.
3.2.2 Data coding
We encoded the processed data according to Holland’s theory of occupational choice(RIASEC model) and
the classification of industries by western economists in the early years. Based on Holland’s occupational theory
and industrial classification standards, we coded the job types from six categories: realistic, conventional,
investigative, enterprising, artistic and social, and coded the industry types from resource-intensive, laborintensive, knowledge-intensive and capital-intensive. The coding process includes three stages: firstly, four coders
started to code 200 pieces of data for the positions provided by the enterprises and their industries, the expected
positions of the elderly and the industries where they work based on the theory; secondly, we exchanged the
problems in the coding process, such as the inability to determine the categories, then discussed and unified the
definitions of the problems; finally, we continued to encoding the remaining data.
3.2.3 Variables
After cleaning and coding the data, we extracted variables (e.g., Job title, Industry, Job type, Workplace,
Qualification Requirements and so on) from coded dataset for analysis further. Since the qualification is text data,
we split the qualification into 11 new variables(i.e., age, gender, physical condition, registered residence, relevant
certificates, educational background, work experience, hard skill, soft skill, job attitude, and personality traits) for
subsequent analysis. The specific table of variables is following:
Table 1.
Variables
Job Title

Description of variables
Definition

Allowed values

The concrete name of the job

e.g. Workshop Director

The type of industries that a enterprise is belonged

1：Resource-intensive Industry
2：Labor-intensive Industry
3：Knowledge-intensive
Industry

Industry
to

4：Capital-intensive Industrie
Type of job based on the Holland’s RIASEC
Job Type
model

1：Realistic Position
2：Conventional Position
3：Investigative Position
4：Enterprising Position
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465

Allowed values
5：Artistic Position
6：Social Position

Workplace
Age
Gender

Province of workplace

e.g.ZheJiang Province

Age requirements of enterprise in recruitment
Gender requirements of enterprise in recruitment
physical condition requirements of enterprise in

Physical condition
recruitment
Registered residence requirements of enterprise in
Registered residence
recruitment
Relevant Certificates

Relevant certificates requirements of enterprise in
recruitment
Educational background requirements of enterprise

Educational background
in recruitment
Work experience requirements of enterprise in
Work experience
recruitment
Hard skill

Hard skill requirements of enterprise in recruitment

Soft skill

Soft skill requirements of enterprise in recruitment
Job

attitude

requirements

of

enterprise

in

Job attitude
recruitment
personality traits requirements of enterprise in
Personality traits
recruitment

4.

DATA ANALYSIS
In order to answer the question 1, we employed a descriptive statistic approach to analyse the coded data to

understand the current status of elderly job-seekers and enterprise recruiters in employment from four perspectives:
workplace, job type, industry and qualification requirement (e.g., age, gender, physical condition, registered
residence, educational background, hard skill, soft skill, job attitude and personality traits and so on). In these four
perspectives, the situation of both demand side(elderly job-seekers) and supply side (recruiters enterprises) would
be discussed.
4.1 Distribution of workplace about recruiters and elderly job-seekers
As shown in Figure 1, most of the enterprises providing job positions online are located in the southeast
coastal provinces. Among all the provinces, Zhejiang ranked first (38.85%), followed by Shanghai (16.27%) and
Guangdong (10.24%). Additionally, the number of elderly job-seekers shows a decreasing trend from coastal
provinces to inland provinces. Among them, Guangdong (12.90%), Shanghai (12.36%) and Beijing (7.86%) are
the most popular areas for the elderly, while demand in inland areas such as Qinghai (0.13%) and Tibet (0.01%)
is less.
It is obvious that the employment demand for elderly is in short supply in all regions, that the gap between
supply and demand in coastal areas is particularly prominent, which means the reemployment demand of the most
elderly cannot be satisfied.
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Figure 1.

Comparison of supply and demand of the elderly in different provinces

4.2 The distribution of industry types that recruiters belong to and elderly job-seekers are expected
In terms of the industry type of recruitment enterprises, the results show that labor-intensive industries have
the largest number(60%), followed by knowledge-intensive industries (34%), resource-intensive industries(3%),
and capital-intensive industries(3%). Among the labor-intensive industries, the largest demands of the elderly are
mainly machinery, construction, and food processing; While in knowledge-intensive industries, the largest
demands focused on electronics, electricity, communications, professional services and cultural education.
For the expected industries, about 28% of the elderly have no specific requirements regarding the industries
they want to engage in. Among the four main types of industries, labor-intensive industries occupy the highest
proportion(44%), followed by knowledge-intensive industries (23%), while capital-intensive industries (1%) and
resource-intensive industries(1%). Among labor-intensive industries, the jobs that the elderly expect to be engaged
in are those that rely more on labor and less on technology and equipment, such as construction, machinery
manufacturing and transportation industries; while for knowledge-intensive industries, the elderly prefer to do
some work that is highly dependent on knowledge, experience and skills, such as finance, investment, and
education.
4.3 The distribution of job types that recruiters are providing and elderly job-seekers are expected
For the recruiters, there are three main types of recruitment positions: skilled position (47%), management
position (21%) and office position (18%). Further, enterprises tend to recruit electrical engineers, mechanical
engineers, constructors and other positions with high operation skills in skilled positions; in office positions,
enterprises tend to recruit accounting, cashiers, and other financial related jobs; while in management positions,
enterprises tend to recruit sales, project, finance, production manager, or supervisor.
In terms of job seekers’ expected positions, there are three main types of expected positions for retired elderly
people, which are skilled position (37%), office position (24%) and management position (27%). It can be seen
that the retired elderly are more inclined to work in positions related to skills, affairs and economic management.
4.4 Analysis on the requirements of employment qualifications for the elderly
In supply side, we conducted content analysis on the qualification requirements issued by enterprises. As
shown in Table 2, among the 1045 enterprises, the most mentioned are work experience (58%), hard skills (47%)
and education background (34%). For work experience, most enterprises require candidates to have 2-3 years of
work experience; For hard skills, enterprises repeatedly mentioned that they want candidates to master drawing
software and office software; For education background, college degree or above is preferred.
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Table 2.
Variables

N(Per.)

Age

156(15%)

467

Detail of qualification requirements
Specific Requirements

18-55 years old (71%); Over 55 years old (17%)

Gender

75(7%)

Physical Condition

117(11%)

Male (52%); female (35%)

Registered Residence

32(3%)

Educational Background

354(34%)

College degree or above (47%); Bachelor’s degree or above (23%)

Relevant Certificates

115(11%)

Certificate of Engineer (17%); Certificate of electrician and welder (17%)

Work Experience

607(58%)

3 years working experience or above (19%); 2 years working experience or above (14%)

Hard Skills

490(47%)

Master CAD and other drawing software (19%); Master office software (17%)

Soft Skills

301(29%)

Communication skills (55%); Team spirit (31%)

Job Attitude

289(28%)

Responsible (36%)

Personality Traits

162(16%)

Cheerful personality (10%)

Health (83%); No infectious and congenital diseases (17%)
Zhejiang (28%); Shanghai (19%)

For demand side, through the content analysis of the self-evaluation of the elderly, we found that most of
them held more positive self-evaluation on their job attitude and soft skills. Additionally, a few also mentioned
the rich life experience, work experience and client relationships in their fields. In terms of hard skills, some have
many years of design experience, and are familiar with auto, Pro/E and other software. In terms of education
standard, only 0.02% of them had a junior college degree, and about 0.03% of them had a bachelor degree or
above.
4.5 Other exploratory analysis
In order to answer the question 2, we further explore enterprises’ data available by taking some exploratory
analysis on qualification requirements, job types and industries.
4.5.1 Association rule mining: Qualification Requirement
we first carried out association rule mining (ARM) based on the Apriori algorithm to explore potential
indicators of qualification requirement. Specially, SPSS modeler 18 was used to employ ARM and the two basic
indicators were set appropriately（i.e., support was set as 10% and confidence was set as 80%).
Table 3.

The results of the ARM

Consequent

Antecedent

Total

Sup. %

Conf.%

Rule-support %

Work

Soft Skills & Educational

149

14.258

91.275

13.014

Experience

Background

Work

Soft Skills & Educational

118

11.292

90.678

10.239

Experience

Background & Hard skills
115

11.005

84.348

9.282

230

22.010

83.043

18.278

213

20.383

81.690

16.651

Work

Job Attitude & Soft Skills

Experience

&Hard skills

Work

Educational Background &

Experience

Hard skills

Work

Soft Skills & Hard skills

Experience

As shown in Table 3, work experience as the consequent item is associated with soft skills and educational
background(support, 14.258%; confidence, 91.275 ), soft skills, educational background and hard skills(support,
11.292; confidence, 90.678%), job attitude, soft skills and hard skills(support, 11.005%, confidence, 84.348%),
educational background and hard skills(support, 22.010%, confidence, 83.043%), soft skills and hard
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skills(support, 20.383%, confidence, 81.690%). Through these five rules, we can draw the conclusion that when
companies put forward the requirements of hard skills and soft skills in recruitment, they often require candidates
to have certain work experience at the same time.
4.5.2 2 analysis: qualification requirements and job type
Chi-square test (2) was used to examine the relationship among job types and 11 qualification requirements.
The results indicate that different jobs have no significant effect on age, gender, physical condition, educational
background, hard skills and relevant certificates. However, there were significant differences in registered
residence, work experience, soft skills, network resources, work attitude and personality traits. (p < 0.01) (see
Table 4).
In order to understand the specific differences, we analyzed the crosstab. As shown in Table 5, Conventional
position has higher requirements for registered residence (7%); Enterprising position has higher requirements for
work experience (72%); Inverstigative Position has lower requirements for soft skills (16%); Social position has
higher requirements for network resources (26%); Investigative position has lower requirements for work attitude
(8%); Investigative position has lower requirements for personality traits (0%).
Table 4.

The result of 2 analysis
2

df

p

Registered Residence

18.934

5

0.002

Work Experience

30.983

5

0.000

Soft Skills

42.741

5

0.000

Network Resources

73.537

5

0.000

Job Attitude

16.412

5

0.006

Personality Traits

19.771

5

0.001

Variable

Table 5.

The result of significant cross (chi square) analysis
Job Type

Realistic

Conventional

Investigative

Enterprising

Artistic

Social

9

14

0

7

2

0

Registered

N.

Residence

Per.

1.81

7.33

0.00

3.23

5.88

0.00

Work

N.

251

115

14

157

20

50

Experience

Per.

50.60

60.21

56.00

72.35

58.82

60.98

Soft Skills

N.

104

56

4

94

14

29

20.97

29.32

16.00

43.32

41.18

35.37

5

5

1

18

0

21

Per.
Network

N.

Resources

Per.

1.01

2.62

4.00

8.29

0.00

25.61

Job

N.

134

67

2

62

10

14

Attitude

Per.

27.02

35.08

8.00

28.57

29.41

17.07

Personality

N.

62

35

0

48

5

12

Traits

Per.

12.50

18.32

0.00

22.12

14.71

14.63

4.5.3 2 analysis : qualification requirements and industry
Chi square test was used to study the different relationship between industries and 11 qualification
requirements. Our results indicate that different industries have no significant effect on gender, physical condition,
registered residence, education background, hard skills, soft skill, work experience, network resources, relevant
certificates, work attitude and personality traits. However, there were significant differences on age and physical
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condition (p < 0.01) (see Table 6). Further analysis of the values in the crosstab(Table 7) indicated that knowledgeintensive industries have a greater correlation with age, while labor-intensive industries have a lower requirement
for age; resource-intensive industries have a greater correlation with physical condition.
Table 6. the result of 2 text
2

df

p

Age

24.404

3

0.000

Physical Condition

17.998

3

0.000

Variable

Table 7.

The result of significant cross (chi square) analysis results
Labor-

Knowledge-

intensive

intensive

Industry

Industry

ResourceCapital-intensive Industry

intensive Industry
N.

10

69

74

3

Per.

35.71

11.06

20.67

8.57

N.

11

58

45

3

Per.

39.29

9.29

12.57

8.57

Age
Physical
Condition

5.

CONCLUSION AND DISCUSSION
On the basis of prior studies and the methods of content analysis and descriptive statistics, this study

discussed the status of elderly job seekers and enterprise recruiters in employment from 4 dimensions: workplace,
job type, industry and qualification requirement. It is found that there is a high imbalance between supply of job
positions and demand of job seekers. The results of descriptive comparative analysis indicate that the
reemployment demand of the elderly cannot be satisfied in most areas, especially in coastal areas; the number of
jobs in labor-intensive industries and knowledge intensive industries is the largest, which is consistent with the
industry that most elderly talents expect to engage in; enterprises tend to provide realistic positions and
enterprising positions in recruitment, which is also consistent with the expectations of elderly talents. Additionally,
we also examined enterprise’s requirements for elderly human resources through association rule mining and Chisquare tests. The results of ARM show that requirements of hard skills and soft skills in enterprises’ recruitment
are closely associated with work experience. Besides, different types of industries and jobs have diverse
qualification requirements for the elderly.Namely, Knowledge-intensive industries have higher requirements for
the age of the elderly, while labor-intensive industries have lower; and the requirements for the physical condition
of the elderly in resource-intensive are higher.
This study makes several contributions. First, the main theoretical contribution is that we examined the status
of supply and demand of elderly employment in digital society from multiple perspectives, and put forward some
insightful policy recommendations. Second, we integrated the classical theory of Holland’s RIASEC model with
numerous data collected online, expanded the theoretical boundary and enriched relevant theories of occupational
choice. Third, based on the results of data analysis, this study provided insights into the current supply and demand
situation of the elderly reemployment market, and offered some direction to future work.
The findings of our study also have some practical implications. For the elderly, it is reasonable for them to
choose suitable strategies to match their qualifications to with proper position(realistic, conventional, investigative,
enterprising, artistic, or social position) and industry type(resource-intensive, labor-intensive, knowledgeintensive and capital-intensive). As the demand for the elderly is far greater than the job supply that will cause a
huge waste of elderly human resources, thus, more attention should be paid to the development and utilization of
elderly human resources. Based on the international experience and findings of this study, we could put forward
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several countermeasures that the authorities should take into consideration: (1) Implementing a flexible retirement
system to effectively protect the right of the elderly to work. (2) Providing a platform for the elderly’s learning
and training. (3) Adjusting the industrial structure to encourage labor-intensive and knowledge intensive industries
to absorb more elderly people. (4) Enhancing the legislation for the employment of the elderly.
This study has useful insights but also has several limitations. Firstly, we only studied the reemployment of
the elderly in the Chinese context, and did not pay attention to diverse races. Secondly, we only used data from a
widely used job search website, and the generalizability of the conclusions and suggestions may be undermined.
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